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ABSTRACT 
The study envisions to establish and expound how stress influences employee productivity in 
Kenya Revenue Authority (KRA) in Eldoret town, Kenya. The main research goals of this 
project is to: To examine the physiological effects of stress on employee productivity in Kenya 
Revenue Authority (KRA) in Eldoret town, to determine the psychological impact of stress on 
employee productivity in Kenya Revenue Authority (KRA) in Eldoret town and to establish the 
behavioral effects of stress on employee productivity in Kenya Revenue Authority (KRA) in 
Eldoret town.  
The study adopted a descriptive survey design. The total target population of the study will be 
employees of the Kenya Revenue Authority (KRA). The total population was 287 employees 
comprising of the top, middle and lower level staff of KRA. The sample size for this study was 
164 respondents. The researcher used simple random sampling to select the employees from each 
department to participate in the study. The researcher used structured questionnaires. In this case, 
the study used descriptive statistics such as means, standard deviation, and frequency distribution 
to analyze and quantify the quantitative data and presented using tables and figures.  
The findings indicated that 86.0% of the responses were of the opinion that working under 
pressure is a primary cause of insomnia among employees, 77.8% of the responses were of the 
opinion that lack of effective organization planning and coordination leads to stress and that 
83.4% (mean=4.17) of the responses were of the belief that stress hinders effective performance 
of duties by the employees.  
The study concluded that reduced productivity could also result when an employee is 
experiencing negative work-induced stress. Organizations are little aware that forcing an 
employee to work too much or for longer hours can make them stressed, and in the long run, the 
productivity of the organization can be affected. The study recommended that remedial measures 
need to be taken by management to minimize the effects of job stress on a permanent basis. The 
executive therefore should focus on making employees working conditions better and creating an 
environment that promotes productivity and motivation amongst the employees. In situations 
where an employee may be stressed, the organization should come up with measures such as 
understanding the cause of the stress and hence acting upon the cause and finding a psychologist 
to help them. 
 In this case, employees in the organization ought to feel cared for and that an organization will 
do anything to help them. Additionally, the management should understand every employee and 
ensure that the task they are being assigned is within their limits.  This will, in turn, make the 
employees work hard, and in the long run, the organization will report very high productivity.   
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OPERATIONAL DEFINITION OF TERMS  
Behavioral Effects: The behavioura effects are those effects that impact how a person carry 
themselves due to stress. Stress contributes to change of character of many people 
such as overfeeding or drug abuse.   
Effects: The study herein defines effects as the impact of work related-stress on how the 
employees perform when dispersing their duties.  
Occupational Stress: The study herein defines occupational stress as tension and strain 
experienced by workers on the job. 
Physiological Effects: Majorly, these effects affect how the body works. When stress changes 
the normal functioning of the body the body is likely to react negatively hence 
causing conditions such as increased heart beats, very high blood pressure and 
this can lead to long term sickness. 
 Psychological Effects: These effects affect how the brain works. As a point of fact, they are 
more mental than physical. Due to the high and severe level of stress, mind ceases 
to perform normally and the employee cannot hence perform at their best and 
hence their productivity decreases.  
Strategies:  This are steps which are believed that they will contribute towards getting the 
desired outcome. In this case,  it means steps adopted by employees to deal with 
occupational stress. 
Work Productivity: This term is used to refer to the act of carrying out duties, functions or roles 
to meet stipulated terms of service. 
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CHAPTER ONE 
INTRODUCTION  
1.0 Introduction  
 This chapter will shed more on the topic and give essential facts about the topic. In this 
case, it explores the area the research will be conducted and also highlights the major problem to 
be studied which is stress in the workplace. Additionally, the chapter formulated the goals of the 
study. In this case, the goals are both specific and general. The chapter also gets to highlight 
some critical questions the researcher will have asked themselves when conducting the study.  In 
conclusion, the chapter explores the importance of the study and also the scope within which the 
research will be conducted.  
1.1 Background of the Study  
 
 An organization aims to provide quality services through reasonable time and cost. In 
measuring its productivity, the organization usually estimates these two factors to know whether 
it is going away or towards its objectives. In this case, productivity refers to the ability to 
accomplish a task accurately, entirely within the present time and cost limits.  (McNamara, 
2008).  Typically, each an organization has its ways of measuring productivity, and the methods 
vary across institutions. However, to achieve productivity within the set limits, the employees 
must be part and parcel of it since they are the ones responsible for actualizing the organization 
goals (Stup, 2013).  According to Armstrong & Baron (2005), an employee can be coached or 
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motivated to increase their productivity and hence, for an organization that envisions to succeed, 
it should regard human resource as its principal essential asset. 
 One of the significant factors that influence employee’s production capacity is stress 
(Swanepoel et al., 2008). However, most organizations do not realize this, and this leads to them 
addressing the wrong factors.  Stress affects how the employees think and also how he views 
work, and therefore organization should embark on making programs in the workplace that can 
help the employees in addressing the issues. Such methods may entail hiring a psychiatrist and 
also listen to employee grievances. If such measures aren’t put in place, stress will continue to 
affect the employee productivity. In any case, employee should be majorly interested work-
related pressure since it is the one that concerns employees the most (Joseph 2007) 
 As a point of fact, stress is universal, and work-related stress can take many forms in the 
workplace.  An employee today has many responsibilities and duties at workplace hence they 
tend to work more extra hours to finish their tasks. In addition, their employees raise their bar 
very high, and by doing these, they expect employees to increase their productivity to reach a 
given target (Omolara, 2008).  In this case work, related stress can be termed as psychological 
and physical pressure employee experiences due to increasing expectations and work-related 
factors in the place of work.  Many people agree that the business world is changing at a very 
high rate mainly due to factors such as top competition and innovation. These increasing changes 
can affect the employee in the sense that the employer expects them to change with the changing 
circumstances and this can contribute to too much pressure.  Additionally, employees can be 
affected by external conditions such as family matters, relationships, etc.  
 In Africa, many organizations are being faced will the ghost of increased work-related 
stress. The businesses are experiencing the negative effects which accompany the stress hence 
3 
 
resulting to decreased productivity. This majorly happens in nearly more than fifty percent of all 
the organizations within the African continent. Stress effects can be psychological or even 
physical, and the results vary. Some of the psychological effects are poor communication, bad 
relationship with other employees, incompetency, feeling insecure and poor management of time 
(Michac, 2007). In any case, stress can induce illness amongst employees, and this can affect 
their availability and absenteeism in the workplace.  When employees don’t come to work due to 
such illness, their productivity is affected hence an organization cannot be able to reach its goals 
of increasing productivity and profits. According to a survey done by The Weekly Mirror (2006), 
more than half of the working population suffer from stress in Ghana 
  Kenya, the statistics are not different either since the country has not had any measures 
to mitigate the stress among employees. In Kenya, there is political instability; the poverty levels 
are high and also the environment and working conditions are very poor (Ngeno, 2007). In 
addition to such factors, most of the Kenyan employees are lowly paid and lack the motivation to 
dispatch their duties. Some even are not involved while making crucial organization decisions 
and their workload continues to increase every day.  For this reason, Kenyan employees continue 
to experience stress, and this has affected both their productivity and health (Munali, 2015).  As 
business conditions continue to change, Kenyan employees ought to improve on how their treat 
their employees and they should come up with measures that will help the employees develop 
with the changing business conditions.  
 This study will focus on Kenya Revenue Authority (KRA) in Eldoret town.  The KRA 
was formed as a result of an act of parliament and specifically the 469 th chapter of Kenyan laws. 
The law was gazetted and because in force from July 1st, 1995. The KRA is responsible for 
overseeing and collecting taxes, on behalf of the government, from Kenyan citizen.  Private and 
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public stakeholders make most of the policies and decisions, and the institution management is 
expected to uphold and implement them.  
 
1.2 Problem statement 
 Organizations which ambitions to have high profits and productivity majorly put this 
burden on the employees. Due to such very high demands, employees tend to overwork 
themselves, and eventually, this leads to physical and emotional tiredness and stress. As a result, 
the organization experience low productivity and losses contrary to what they expected. In 
Kenya, the government uses institutions such as parastatals for service delivery for its cit izens. In 
either way, for them to work efficiently, the employees there need to show commitment and hard 
work. With devolution already in place, the government prioritizes on service delivery through 
such parastatals to meet the ever-rising citizen’s expectations.  
 For this reason, the government expects its staff to work tirelessly and show more than 
100% commitment. In other words, the government expects them to forgo some of their 
activities and time and concentrate on their work. However, the government doesn’t pay and 
compensate them adequately for their diligent service and sacrifice. With less pay, the employees 
cannot get ample time to look for an additional alternative job to cater their increasing money 
demands. This makes them less motivated and in the long run they accumulate stress due to 
pressure and work and the money problems they may be experiencing. With time, more 
employees are faced with such predicament and sooner or later, the whole workforce in a nation 
is stressed and motivated. An unmotivated workforce productivity is very minimal, and in the 
long run, the government fails to meet its promises to its people. To avoid this, the government 
should be cognizant of the importance of human resource and align itself in improving their 
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working conditions. However, the study herein only seeks to establish the specific effects that a 
stressed workforce has on government institution and in this case, Kenya revenue authority in 
Kenyans Eldoret town.  
1.3 The research goals  
The central aim of the study herein is to establish the influence of stress on the productivity of 
employees in Kenya Revenue Authority (KRA) in Eldoret town, Kenya  
1.4 Specific goals of conducting the research  
The research aims that will guide this research are: 
I. To scrutinize the physiological effects of stress on employee productivity in Kenya 
Revenue Authority (KRA) in Eldoret town 
II. To determine the psychological effects of stress on employee productivity in Kenya 
Revenue Authority (KRA) in Eldoret town 
III. To establish the behavioral effects of stress on the productivity of employees in Kenya 
Revenue Authority (KRA) in Eldoret town 
1.5 Research Questions  
i. How do physiological change because of stress affect productivity of employees in 
Kenya Revenue Authority (KRA) in Eldoret town? 
ii. To what extent do the psychological changes because of stress affect productivity of the 
employees in Kenya Revenue Authority (KRA) in Eldoret town? 
iii. How do behavioral change due to stress affect productivity of employees in Kenya 
Revenue Authority (KRA) in Eldoret town? 
6 
 
1.6 Significance of the Study  
As it is well known, stress is universal and so are its effects. Secondly, stress may be as a result 
of pressure at the place or work or even external factors away from the confines of the place of 
work. Whatever the case, this stress has a substantial impact on the productivity of a corporate. 
For this reason, many researchers and scholars have found the essence of understanding the 
stress regarding how it manifests itself and also how it can affect the productivity of a corporate. 
Any organization ought to understand factors that may affect the productivity of an organization 
and stress being one of them, adequate resources and commitment ought to be invested to 
understand the mechanics of stress.  
In any case, Qureshi & Ranay (2006), believe that an organization should consider human 
resource as an essential type of resources. Therefore, the organization should ensure that 
employees needs are catered for to the organization can stay in line with their goals. In the long 
run, the organization will report good productivity and the much-needed success (Armstrong, 
2009).  
The stud herein envisions to contribute to more research which has been done on the stress 
subject but with an aim to specifically address a specific organization. Therefore, by the fact that 
it is specific, it will add more value to students or researchers who want to understand stress 
locally especially in government-run organizations.  Additionally, the study will not only implore 
the effects but will give an insight of how a person or an institution can cope with stress and 
hence this will be a valuable research tool for any organization who are facing the employee 
stress. 
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1.7 Scope of the Study  
This study envisions to focus on Kenya revenue Authority, Eldoret branch. It aims to understand 
how stress is affecting employees working from there. In essence, the target population is 230 
KRA, Eldoret Town employees.  UAshin Gishu County houses Eldoret town in Kenya, and this 
study will be conducted here in January to June 2017.  
1.8 Summary of the chapter  
This chapter has introduced the topic and also explained the area the research will be conducted. 
Additionally, the chapter has highlighted the major problem to be studied which is stress in the 
workplace background of the, and the general and specific objectives have also been developed. 
The study has also formulated essential research questions and explained the significance and 
scope which the research falls within.  
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CHAPTER TWO 
THE REVIEW OF LITERATURE  
2.0 Introduction  
This chapter provides an in-depth insight on how stress influences the employee’s productivity. 
For better comprehension of causes of stress and its general impact on productivity, information 
materials drawn mainly from various authors will be used. It presents the review of literature 
from a theoretical point, review of literature from an empirical point, summary and the gaps that 
fall within the research scope, the conceptual framework; operationalization of variables and the 
summary of the chapter.  
2.1 Review of Literature from the theoretical point  
2.1.1 Selye’s Theory 
As the name suggests, the theory was put across by Selves Hans. Selves was a Hungarian 
endocrinologist, and he is widely credited with pioneering and popularizing the science and 
media concept of stress in humans.  In essence, he conducted a series of studies in animals of 
various stress stimulus. Such stimulus was heat, cold and toxic agents and at the end of the study, 
he observed that if the stimulus were applied for a long time and in a high amount of time, then 
they could produce effects which were similar. This meant that not particular stimuli could be 
associated with the effects since all the stimuli had the same impact. Selves believed that the fact 
that they were unspecific meant that, therefore the pattern of stress was not new but cliché 
(Seyle, 1980).  He fundamentally felt that stress could rightly be referred as unparticular body 
response to demands which, in essence, could be good or bad. This process undergoes three 
stages which are an alarm, resistance, and exhaustion.  
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As a point of fact, alarm stage involves body identifying a challenge and in return reacting to 
fight it from the body. Secondly, resistance stage involves body being unable to fight the factor 
that was causing an alarm (Seyle, 1980). However, in this stage, the body is unable to resist the 
factor since it is persisting. The body is hence forced to cope with the issue, and this may prompt 
the body to start adapting hence this may lead it to use its reserve resources thus leading or 
making the body to be exhausted. Majorly this happens when the factor leading to stress 
continues for a considerable amount of time.  This may even result in illness (Seyle, 1980).  
2.1.2 The Lazarus Theory 
Lazarus believes that stress occurs when a person has lesser resources than the body demands. 
These demands can either be social or physical and when a person cannot get them as the body 
demands the stress notion is created. Lazarus believed that this thought could be used while 
people are trying to come up with measures of coping up with stress (Siergrist, 2010). According 
to him, stress is merely a perception, and hence it is not caused by external factors as many 
people believe. The thought by Lazarus drifts away from the school of thought that believed 
stress is caused by social or physical factors.  
Therefore, how stress affects a person depends on their feelings, thus if a person has fragile 
feelings, they are likely to be affected by stress even more (Margolis et al., 1974). In regards to 
psychological stress, Lazarus believed that it relates with how a person and the environment are 
valued and if the valuation exceeds the person’s resources. In conclusion, Lazarus introduced the 
term appraisal which means what a person thinks about when faced with a stressful event. 
Primary and secondary appraisal are the two types of assessment.  
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2.1.3 Expectancy Theory 
The expectancy theory is the notion that a person is likely to be motivated so long as the decision 
they make ends up with the outcome they had imagined. Therefore, the theory seeks to explain 
why people make a particular decision and not another (Redmond, 2010). During the workplace, 
motivation is majorly dependent on how an employee performs and if the performance meets the 
outcome that they were expecting (Torrington, 2009). Therefore, if the results go in hand with 
what the employee was expecting, they are highly motivated, and hence productivity is improved 
immensely. In this case, the leaders in the organization can be able to plan efficiently since they 
will only assign duties which they are affirmative that the employees will be able to do. This 
theory, as seen revolves along employee been motivated as a result of doing what they believe in 
and going ahead and achieving it. The theory has a short shortcoming since it never identifies the 
specific motivational factors. However, the theory is still effective, especially where the 
management tries to come up with various methods to motivate its employees (AETC, 2008). 
Many are times the theory is classified as a theory of motivation since it majorly talks about 
people’s expectations and achievements.    
Therefore, through expectation theory, a person can understand why another person is choosing 
something different than themselves.  In any case, the central idea with the theory is that a person 
is usually motivated to do something since they believe that the event will head an outcome that 
they will want. In this regard, an employee will work hard if they believe that their actions will 
yield something that they both want and the management too.   
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2.2 The review of literature from an Empirical point  
2.2.1 Physiological effects of stress and Employee Productivity  
Stress has three psychological effects Walt (2006). First, Neustress can be defined as stress 
which doesn’t have any effects on the body. In this case, the stress doesn’t affect the body in any 
way hence it isn’t considered harmful whatsoever. In this case, it can be referred as nonaligned 
stress. Secondly is the Distress which refers to stress is either very high or very low hence can 
quickly affect the body. The effect is not ordinarily pleasant thus can be harmful to the body and 
sometimes the mind.  Some of the effects include; poor concentration, anxiety, depression, and 
petite temper. When an individual suffers such symptoms consistently, they should be cognizant 
that something may be amiss. Therefore, in any case, a person should avoid distress in any way 
possible. Thirdly is eustress which insinuates that the stress is good and desirable. As a point of 
fact, this type of stress needs to be encouraged since it leads to good health. With good health, an 
employee is bound to work premium, and hence productivity within the organization will 
improve immensely. With distress the employees are more productive and innovative hence an 
organization should always aim their employees to be in this state.    
In another case. World Health Organization have a documented that stress can be categorized 
according to the warning sign it exhibits. In this case, the symbol can be emotional, physical, 
cognitive or behavioral.  For a person to know that they are experiencing behavioral effects, they 
will tend to eat and sleep more, isolate themselves from others, abuse drugs and neglect their 
everyday jobs.  The physical effects may include diarrhea, headaches, nausea, eczema, dizziness 
and increased weight loss.  Cognitive symptoms include lousy judgment, loss of memory, 
inability to make decisions and being moody and being impatient (Walt,2006).  
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According to Bowing and Harvey (2011), majorly stress is capable of affecting an individual 
both physically and mentally. This is for the reason that stress happens as a result of an employee 
interacting with the environment.  In this context, there is stress causing factors which scholars 
know as stressors. The stressors majorly cause a state of unbalance within the body. Stress as a 
whole can be costly since it can lead to diseases which may be costly to treat. Additionally, stress 
can be detrimental to the organization primarily where stressed individuals fail to attend their 
places of work. When employees do not go to their workplace, the organization is likely to report 
low productivity hence making unprecedented losses.   
Going back to history, stress has always been addressed according to how it affects an individual 
whereas most of the stressors were external factors. However, with the modern understanding of 
stress, people have understood how perception is vital to understanding the same. In this case, 
perception refers to how a person or a worker responds to factor that stresses them. If the 
individual responds positively stress will not affect them negatively and vice versa (Ritchie 
&Martin, 2009). However, Ritchie &Martin, (2009) agreed that both the external and internal 
factors could affect an individual. In any case, stress occurs when the body tries to react to a 
given event which may be both internal or external. The body majorly reacts when such internal 
and external factors exceed a limit which the body can hold both psychologically and physically. 
Years ago the body was pinned to fight with stressful conditions that existed at that time, and 
such stressors are different from today’s world Blumenthal, 2013.For instance, those that lived in 
the cave their body was adapted in a way that it could cope with such conditions. For example, 
they had strong bodies that enabled them to survive the harsh weather conditions of the jungle. 
Additionally, they were always prepared psychologically for the dangerous conditions of 
dwelling in the cave since they were always at the risk of being attacked anytime by wild 
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animals. However, in the real-time individuals have learned to cope with the changing world 
differently since the environmental conditions have also changed. Evidently, the today person 
doesn’t face the danger of world animals, but the current urban environment and advancement of 
technology have enabled to a human being to adapt differently. Therefore, even if a person has 
the same brain as the ancient person, the brains tend to work differently since the modern person 
has factors such as pollution traffic increased violence and noise pollution to adapt to.  As seen, 
these factors are less physical and more mental.   
According to Blumenthal (2013) stress affects the body to the point that it cannot maintain its 
normal social, psychological and spiritual functions. If stress happens to a person, the body 
reacts by producing a resource to fight it. This is majorly because stress is foreign to the body.  
When the body produces the resources and the event is still persistent the resources become 
depleted hence the body reacts by feeling fatigue, sick and depressed. In any case, something that 
may be stressful to one person doesn’t necessarily mean it will be stressful to someone else. This 
is major because people are oriented differently in regards to their culture and values, spirituality 
and beliefs and therefore what may be stressing to someone may not be stressful to another 
person since it may fit their orientation.  
2.2.2 Psychological effects of Stress and Employee Productivity  
 The fact that works are there for a lifetime means that it is one bound to be stressed over 
it at a point in life. In fact, the fact that a person has to work for a lifetime is stressful (Govender, 
2008; Kayal, 2014). Employees all over the world experience same problems which may range 
from discrimination., excess workload, and undesirable working conditions (Morash, 2010). In 
the USA, for example, work-related problems can emerge from discrimination from racism, 
gender biasedness, and ethnicity. According to research done by Murash et al., 2006 some of the 
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things that are predominant of workplace-related stress were, employees not incorporated in 
decision making and workplace activities, being sexually harassed in the workplace, language 
barriers, and employers are overrating the employee’s abilities. This research was conducted in 
20 of US firms. After three years the same people conducted the same research involving the 
original 11 firms and the same effects were found to cause stress in the firms but this time 
discrimination against gender and race was found to be the predominant case.   
 Water and Ussery, 2007 were of the opinion that stress could majorly happen due to the 
nature of the policies in an organization. For instance, if the policy advocates for only the 
management to make decisions without including the worker's stress is likely to continue since 
the employees will be left out. In any case, if the employees are not included in decision making, 
the management is likely to come up with rules that oppress the employees and in the end, affect 
how they perform. For instance, the management may come up with rules that prompt employees 
to work from 6 am to 6 pm. The management might make such a policy in good faith but such a 
policy is likely to be demotivating to the employees, and if the management had, as a point of 
fact, consulted the employees, the employees would have been able to voice their say and advice 
that such a policy will not make them deliver the best (Claire ,2006).  
In Kenya for example, Ongoro and Oloko, (2015) research in Migori county and concluded that 
employees in the area had stress in the workplace due to factors such as lack of privacy in the 
workplace, extreme working conditions and working for excessive hours.  Migori county is not 
developed to the international standards and many businesses located there are likely to be 
housed poorly. Additionally, the organizations in Migori do not have clear communication 
channels, and they don’t train their employees efficiently. Employees working under such 
conditions are likely to have a low level of productivity since such conditions lead to anger, 
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nervousness and even depression.  In that case, research conducted by Kimani (2010) established 
that stress is increasing at a high rate in employees who work in Kenya. The same factors 
affecting the employees in Migori are the ones that affect the working population in Kenya. This 
may be attributed to the fact that Kenya is a developing country and its infrastructure may not be 
that equipped (Hall, 2012). The workplace in Kenya also experiences an increased rate of 
violence where employees fight with each other or even their management. Such violence may 
be a contributor to workplace-related stress. Additionally, Omeja & Githigaro (2010) asserts that 
sometimes, employees may go to the extent of killing each other for selfish gains. For instance, 
an employee can kill a fellow employee if they feel that such an employee may make them miss 
promotions.  
 In any case, Alexandros- Stamatios et al. (2013) believes that stress may also be as result 
of miscommunication among the employees and their management. In this case, an employee 
may not be adequately aware of their duties and responsibilities in the organization.  Workers 
sometimes work for so hard, and the motivation does not match their hard work and efforts. In 
this case, they may work for long hours but be paid meager salaries that do not match the kind of 
job they have done (Tsutsumi & Kawakami, 2014). This is very predominant in Kenya where the 
workers are typically given meager pay which cannot cater for most of their needs.  
Appreciations mustn’t be monetary, and the workers can also be motivated through promotions 
and also though workers welfare such as medical insurance, child support, etc. Darmon, 2014).  
Research done by Muczyk et al. (2014) showed that among many organizations, the ones that 
adequately appreciate and reward their employees efficiently proved to report very high 
employee productivity. 
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2.2.3 Behavioral effects of stress and Employee Productivity  
 The stress problem is very much solvable. But for there to be any success whatsoever, the 
initiative should come from the affected party since stress is all about attitude (William 2013). 
Therefore, a person suffering from stress should take the initiative of understanding the cause of 
the problem so that that can be the starting point when solving it. In any case, understanding 
reasons that can cause stress is vital when it comes to controlling and voiding such problems. 
However, many are times those affected by stress involve themselves in behaviors which may 
increase the problem rather than solving it (Anderson & Anna, 1994). For instance, those 
involved in stress majorly eat a lot, abuse drugs or even waste their money. This activity majorly 
serves to act as a substitute to the root of the problems and help individuals forget temporarily 
what may be making them stressed. This is majorly because such activities are pleasurable and 
help the individuals to overlook what may be disturbing them, However, in this case, this can 
make them grow fat and became obese, or drugs addicts and even broke.  
 Many are times inability to come with stress results to many physical and psychological 
behaviors. In this case, such problems can be detrimental to their health and also the way they 
relate with other people. Headache and increased blood pressure are a recurrent phenomenon to 
people who suffer from long term stress (Alam, Gouhar, & Rehman, 2015). Additionally, such 
people also tend to have less belief in themselves and also, they appear moody and deprived of 
happiness.  Many are times that people with prolonged stress are unable to finish their projects in 
their work place due to the decreased concentration and short-term memory loss associated with 
stress. In any case, these symptoms vary and different people tend to have different stressors 
depending on the factors around them (George , 2008).  
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 People who have stress also tend to behave differently. This is so because stress alters 
their normal body functioning (Mark, 2012). Sometimes such people change their typical 
behaviors such as eating, or even other may indulge in drugs. The body may suffer intensely due 
to such practices and these can introduce even more problems with may be difficult to deal with. 
When stress attacks the body, the body reacts by fighting it. This is majorly done through the 
brain which produces hormones that can resist the stress. However, if stress persists, the body 
oversecretes the hormones hence exhausting most of the resources in the body (Erkutlu & Jamel , 
2006). This may lead to life threating complications of the body such as blood pressure or even 
heart attack. This is for the reason that overs creation of hormones can make the body parts work 
extra hence contributing to such complications (Mark, 2012).  
 Research has shown that during the workplace, those who tend to work for more hours 
tend to experience stress as opposed to those that work for regular working hours (Terry, 1976). 
In the long run, this will tend to affect the employees’ health hence leading to core complications 
and possibly more stress due to such developing difficulties. In any case, those employees that 
extend their shift into the night tend to report more stress and health-related problems as opposed 
to those employees that work for the normal business shifts (Yasmeen & Supriya, 2007).  Such 
stress may affect the brain or the heart which may make the employees wholly unproductive and 
hence possibly lose their lives.  Such complications commonly affect the organizations in some 
ways. First, the general costs within the firm can increase due to loss of employees who had 
already been trained, decreased employee productivity and the increased level of absenteeism 
within the organization.  
 The fact that stress can make an employee make poor decisions on behave of the 
organization cannot be ignored. In this case, this happens when the person who is stressed is a 
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top manager who is tasked with making critical decisions involving the firm. When such a 
manager is stress, they are not capable of making informed choices since stress can impact their 
judgment (Lizhen , 2008). This can also happen to the individual employees who have specific 
tasks, and the stress can influence how they make decisions regarding the department in which 
they are. In any case, they can make such employees injure other employees since stressed 
people are accident prone.  
 Many companies are experiencing high pressures to put up with the changing world of 
business in the world. In this case, they transfer such stress to their employees without coming up 
with conditions that can make them work at their bests (Anderson & Anna, 1994). Even though it 
is not wrong to want to change with the changing business world, the businesses should also 
improve their working conditions also to meet the changing standards. This is by updating their 
infrastructure to a point it is modern enough to allow employees to work and achieve the 
changing business needs. In any case, the employees should also be trained to a point they 
understand the changing business roles and hence advance their skills (Alam, Gouhar, & 
Rehman, 2015). However, many are times that businesses envision to adapt to the changing 
business world but do not change their infrastructure to help them accomplish that goal. Many 
are times that organization want to upgrade their systems to know technologically advanced 
systems but do not train their employees on how to use the advanced systems. The same 
employers want the employees to achieve more outcome with systems they are not conversant 
with (Garry, 2013).  The employees, without wanting to disappoint their bosses, move forward 
and try to accomplish the tasks, hence after trying and trying, get less success. This makes them 
develop stress with fear that their employees might view them as incompetent. This can also 
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make the overwork themselves trying to achieve their assigned duties hence leading to more 
stress (Yasmeen & Supriya, 2007).  
 The results of stress either the general stress of work-related stress is getting a disease 
(Sauter et al., 1999).  In this case, the person is likely to contact a disease especially if the stress 
is persistent and has taken a lot of time.  Some of the disease associated with stress are 
behavioral whereas are physical diseases. The behavioral diseases may include mood change, 
disputes with those the person is close to and lack of sleep. Some of the short-term physical 
effects associated with stress are increased headaches and stomach upsets.  The behavioral 
symptoms are quite straightforward, and a person who knows the affected person can easily 
notice them (Adetayo, Oluwasayo, & Olabisi , 2014). These symptoms should be quickly 
addressed since they can affect how a person relates with others and also the productivity of a 
person. For example, a public relations officer who is experiencing stress is likely to get moody 
easily hence address the customers in an unappropriated way.  However, when a person 
experiences stress for a considerable amount of time, this can have some long-lasting physical 
effects which may not be easy to notice and identify.  This can be a mental disease or a heart 
problem. Such diseases may be caused by other factors, and it takes time for the person or the 
medics to relate the diseases with stress. The diseases are costly to treat and can be a factor that 
adds more stress to the affected patient (WHO, 2004).   
 For such diseases to happen, some biological processes are involved in no small extent. 
What happens is that stress increases the blood flow to the brain hence making the other body 
parts such as the muscles and the skin receive less blood. The body also burns its excess fats to 
increase the energy supply of the body (Adetayo, Oluwasayo, & Olabisi , 2014).  As the stress 
increases, the body exhausts the fats and the energy which it had reserved for itself. This will 
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hence make the body start to use the energy from the muscles and the skin. Since enough blood 
is not being supplied in those body parts, they cannot make the energy to replace the ones that 
the body is consuming at a high level. Therefore, the overall effect is theta the body becomes 
weakened and hence susceptible to diseases and tiring (Anderson & Anna, 1994).  
  A weakened body means a weekend immune system, and hence the body is unable to 
fight off various diseases that it may be subjected to.  On the other hand, the weekend person 
feels lazy and hence cannot execute their duties in the workplace hence their productivity 
decreases substantially (Blaug, Kenyon & Lekhi, 2007).   
2.2.4 Employee Productivity  
 According to Mathis & Jackson (2000), there a primary factor that one must factor in 
when measuring the productivity of an employee. This is the cost of labor in relation to the 
output. In this case, in every amount of output, what is the cost incurred in paying for the labor. 
Therefore, an organization can still have high output and faces losses since to produce that output 
incurred high costs when paying for the human resource. In another case, a person level of output 
can depend on their ability to do the task, the amount of hard work, the determination they put in 
the work and the level of support the fellow employees and management give them. For 
example, if we can refer P to be productivity, A to be ability, effort to be represented by E and S 
to mean S. Productivity will be measured by multiplying the three factors hence this will be 
(P=AxExS). When each of the three factors is increased, the general productivity will be 
increased. In any case, if of the three is decreased or removed, the probability will also be 
decreased (Bewell, Ismaila , & Owotunse, 2014).  
There is another measurement of productivity put across by Chase & Aquilano (2005). This 
measurement factors that productivity is the best measured in terms of output per hour of the 
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labor incurred. This measurement, however, doesn’t factor the effect when the output is not sold 
but stored. In this case, there is no money generated from the output. The best method that may 
portray whether productivity has increased or not is through checking the movement of the 
inventory. In this case, if the movement of the inventory is high, the level of productivity is 
hence high. Secondly, the probability should be viewed regarding the operational expenses. If the 
operational expenses are increasing, the level of productivity is decreasing and vice versa. 
Therefore, in this regard, productivity can be referred as anything that makes the company reach 
its goals which is increasing profitability. The third definition of productivity comes from Mathis 
& Jackson (2000). In this case, they referred productivity as measuring the costs incurred in 
getting a given output with the quantity and quality of the output.  
Steers (2001) advised that managers and employers should evaluate their working environment 
and identify some of the factors that can contribute to stress among the employees. They should 
also evaluate whether the factors contribute to long-term and short-term stress and if the factors 
can easily be remedied. Another scholar, Thomson &McHugh (2005), wrote that when people 
try to understand the process of stress in the workplace, they should consider people individually 
since each employee works under different environments and hence can have different stressors. 
For instance, the stressors of a company driver are not the same stressors as for a secretary in the 
same organization. In the same case, the driver also has a different personal life and so does the 
secretary. Therefore, the two-different people cannot have the same stressors a hence are likely 
to be influenced by different factors. Therefore, Harvey (2001) states that it is important that the 
company evaluates the different factors both work-related and personal while evaluating the best 
model to use to solve stress among employees.  
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A company can opt to use the U curve to measure the effects of stress on the way the company 
performs (Blumenthal, 2003)). In this case, at the onset of stress, the level of performance 
increase until the level of stress reaches an optimum point. Form this optimum point, the level of 
performance will start to decrease. From the curve, we can see there is a ‘healthy’ level of stress, 
but once it is persistent and increasing, the effect is negative on the organization. The best 
explanation to this is that a human being is due always to have stress but what varies is the length 
of the stress period and the magnitude of it. Therefore, companies should always aim at putting 
the stress to manageable levels since increased stress can make the company deviates from the 
major objective (Blumenthal 2003). Stress can also affect them employees to be sick hence 
leading to employee absenteeism and hence decreased productivity.    
The positive thing is that most organizations are becoming much more aware of the effects of 
stress hence are coming up with measures of reducing stress among the employees.  Such effects 
make the company decrease their probability and also reduce their innovative growth. (Garrison 
& Bly, 2007).  Additionally, having stressed employees are also costly\ to the organization since 
they will be paying employees that are not in a capacity to work hence that is wasted labor costs. 
For these reasons, companies should aim at investing on research an employee stress and also 
take an initiative to understand its employees.  
2.3 Summary and Research Gaps  
 Research has indicated that stress has adverse effects on the productivity of the 
employees can lead to the overall downfall of the organization. Whereas controllable stress may 
have positive effects, at the workplace, stress usually aggravate, and this can make the 
controllable stress to transit to be uncontrollable (Folkman & Lazarus, 2011). Stress has far-
reaching effects, and besides affecting the employee productivity, it can also affect their health. 
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In this case, they can develop illnesses which may be a short-term or long-term and hence this 
can make their lives even more miserable. Therefore, it is imperative that businesses come up 
with strict programs that can aid in resolving this problem (Margolis, Kroes & Quinn, 2014). 
However, the best solutions usually come from after understanding the problem. The employees 
should first seek to understand some of the factors that may contribute to stress among their 
employees. The employer and the employees should collaborate when coming up with such 
programs since they affect them hence should be part of making them.    
 For an employee to perform at their best, several factors tome to test. Such factors will 
determine if they are motivated to work at their best and vice versa (Stup, 2013). However, the 
most important factor narrows down to their ability. In this case, does an employee have enough 
know-how to execute their tasks in the workplace? This is regarding their training and 
experience. Additionally, the employee should have the correct attitude in regard to the work for 
them to work at their best. For instance, if a secretary, in the organization never envisioned to be 
a secretary in the first place, they will not have the correct attitude toward the occupation. Hence 
they won’t give a lot of hard work in it. The employer should also ensure that the employees are 
satisfied in regards to their wages, working conditions and appreciation. These factors are 
essential since they merge the line between better job satisfaction and performance.  
 Various occupations have various stressors and hence, factors that may cause stress 
among employees vary (Finn and Tomz, 2008). For example, the factors that may cause a doctor 
to be stressed are not the same as those that may affect a secretary. A trend has been identified 
where those occupations that involve a person to bear the burden of other such as doctors and 
policeman are more stressful as compared to other occupations (Finn and Tomz, 2008). 
According to Baheshtifar & Nazarian (2013), several factors can contribute to stress in the 
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workplace among the employees. Some of these factors may be working overtime, overworking, 
conflict within the workplace, lack of appreciation and low compensation.  
 Traditionally, work-related stress was known only to affect the senior most people in the 
organization such as the managers and the supervisors (Williams, 2013). This is for the reason 
that they are faced with tough business decisions that usually involve the direction the businesses 
will take. However, this trend has changed, and any employed at any level within the 
organization can be affected by stress. This has majorly been contributed by the changing 
business environment that requires the employee to work extra hard to keep up with the changes 
(Finn and Tomz, 2008). This study therefore will try to establish some of the factors that may 
contribute to stress among the employees of KRA in Eldoret town.   
2.4 Conceptual Framework  
This study will be based on the following conceptual framework; 
Independent Variables      Dependent Variable  
Stress         Employee Productivity  
 
 
 
 
 
 
Physiological effects  
 Insomnia  
 Hypertension  
 Migraine headaches  
Psychological effects  
 Anger  
 Anxiety  
 Depression  
Behavioural effects 
 Smoking  
 Alcohol  
 Drug abuse  
 
Employee Productivity  
 Level of output  
 Level of accuracy 
 Speed of work  
 Completeness of tasks  
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Figure 2.1 Conceptual Framework  
Source: Researcher (2017) 
2.5 Operationalization of Variables 
Based on the conceptual framework of the study, the independent variable is the effect of stress 
while the dependent variable is employee productivity. The independent variable will be studied 
under the constructs of psychological effects of stress, physiological effects of stress and 
behavioral effects of stress while the dependent variable and employee productivity will be 
measured by the level of output, level of accuracy, the speed of work and completeness of tasks 
given.   
2.6 Chapter Summary  
This chapter has provided an in-depth insight into the effect of stress on employee productivity. 
It has presented the theoretical literature review, empirical literature review, summary and 
research gaps, conceptual framework; operationalization of variables and summary.  
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
This chapter articulates the how the research was conducted; it deals with the research design, 
location of the place the study took place, targeted population, the sample size and sampling 
techniques, data collection instruments, validity, the reliability of instruments, data analysis 
instruments and ethical considerations.  
3.1 Research design 
This research will adopt a descriptive survey design as it is concerned with describing the 
characteristics of the public sector with regards to training and performance. According to 
(Christian , 2016), a descriptive survey involves the researcher collecting information or data 
from a given population in order to establish the state of that population. The study will examine 
the significant effect of one variable against the dependent variable. 
3.2 Target Population 
The total target people to aid in conducting the research will be employees of the Kenya Revenue 
Authority (KRA). The total population will be 287 employees comprising of the top, middle and 
lower level staff of KRA. Bless and Higson (2013), describe a population as the entire set of 
people, events or objects which is the purpose of research and which the researcher wants to 
determine some characteristics. Babbie (2013) defines a population as an aggregation from 
which the sample is actually selected. The table below highlights the composition of those 
targeted. 
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Table 3.1: Target Population 
Category Population 
Top management   6 
Supervisors  31 
Staff  250 
Total  287 
Source: KRA, Eldoret Town (2017) 
3.3 Sample Size and Sampling Procedure  
According to Ordho (2012) sample size refers to the section of a population that has been chosen 
to do the study. Only a section is chosen since it is impossible to conduct research with the whole 
population since it may be time-consuming and may require too many resources. For this reason, 
the sample size is majorly used to represent the whole population.  Sampling technique refers to 
a  a method of choosing a representative of the whole population and conducting the research 
with that representative and generalizing the results of the study as if it was the results of the 
whole population. Collis and Hussey (2013) define a sample as representative of the whole 
population and hence used to represent the whole population in the study. There is a standard 
formula that is used to calculate the size of the sample and it was put across by Fisher et al. 
2010: 
  
Where; 
 nf = the size of the sample (mostly when the population is less than 10,000). 
 n = the size of the sample (mostly the population is less than 10,000):384. 
 N = the population size estimate: 287  
N
n
n
nf


1
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384 
                   1+ 384/287 
= 164 
The sample size for this study will be 164 respondents. 
Table 3.2 Sampling Procedure and Size 
Group  Target  Sample Size  
Top Management  6  3 
Middle Management   31  18 
Operational Staff  250  143 
Total  287  164 
 
The researcher will use simple random sampling to select the employees from each department 
to participate in the study.  
3.4 Data Collection Instruments  
The researcher will use structured questionnaires; will contain closed-ended questions. The 
researcher will administer questionnaires to the managers and other staff of the parastatals. The 
choice of the structured questionnaire will be picked due to its ease of administration, analysis 
and time-saving. According to Osano (2005), the questionnaire tool will be the most appropriate 
since a quantitative data capture is a necessity, which can only be obtained directly from the 
respondents. Structured questionnaires will help to the responses from the research to be uniform 
and hence easily do calculate conclusive information. The information will be criticqal not only 
for this study but future studies. The structure questionnaire will also help the respondents from 
going out of the topic scope with the intention of communicating their views. This is essential 
since the research will remain within scope hence the objectives of the research will be achieved.   
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3.5 Pilot Study 
The questionnaires will be piloted using a small sample of 10 - 20 employees of another 
organization different from the organization of researcher’s point of the study. The purpose is to 
detect any error in the research instruments. In the research herein, quality of the questionnaire 
and the whole research will be guaranteed. The validity will be ensured through the whole 
research. In this case, this involves checking the face validy where the research should be 
conducted for the purpose it was intended for. Second vality inloves content validity where all 
the research qustions should be evaluated and they should match the given variables. Finality, it 
involves the construct validity which ensures that the research is mantained withing a given 
scope.. Lecturers in the field of Human Resource will be consulted and their opinions and 
suggestions incorporated in polishing of the research instruments. 
3.6 Date Collection Procedures 
The researcher will personally administer the research instruments upon prior visit that assisted 
in refining distribution of questionnaires. The visit will provide a rough picture of the 
expectations. The researcher will agree with the respondents when the research instruments will 
be administered specific date of collecting the questionnaires when all the respondents will have 
had ample time to make responses. 
3.7 Data Analysis and Presentation 
Data collected will be coded and edited to ensure that it is comprehensive, uniform and accurate. 
To analyze the quantitative data, the study employed the use of descriptive analysis such as the 
use of mean, frequency distribution, and the standard deviation. The data will be first analyzed 
for various univariate sample descriptive statistics using the SPSS application. 
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3.8 Ethical Considerations  
As a point of fact, ethics can refer to morals and values that generally guide researchers when 
conducting the research so as not to go within a given limits. In this case, researchers should be 
guided by given ethics before, when and after conducting research. In essence, before any 
researcher commences the field work, they must seek introduction letter from the Management 
University of Africa. Also since the researcher will seek for permission to research the Managers 
of the selected firms. The letter of permission will be shown to each respondent. 
During the whole research, the researcher shouldn’t personally know the participants of the 
research study. This will ensure anonymity and hence the participants will be less biased and will 
be more likely to tell the truth on the issue. Additionally, the researcher should also ensure 
confidentiality where they don’t disclose the names of their participants to the third party. This is 
of essence since the security of the participants will be guaranteed and also, they can be free to 
talk about anything without the fear of consequences incase those involved know. 
Due to the important considerations and ethical issues, this research will not name the identity of 
any of the respondents will not be revealed. Throughout the research, confidentiality and 
anonymity will be highly prioritized in order to ensure that the research project is safe and 
successful. Therefore, before administering the questionnaires, the researcher will assure the 
respondents that their names or information on the research paper will not be shown to anyone.  
Thus, this research paper is in strict adherence of all the ethical issues that the researchers should 
consider when conducting the research.  
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3.9 Summary  
 This chapter has explained all the methods that will be used when conducting the 
research. In this case, the chapter has explained the best sampling method to be considered and 
the implications of each. Additionally, the chapter has shed light on where the research will be 
conducted and also the ethical issues that will be important to consider throughout the research.  
CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
4.0 Introduction 
This chapter sought to analyze the data collected relating to the specific objectives of the study. 
The study sampled 247 respondents and managed to collect data from 164 respondents. This 
represented 89.1 percent response rate. This chapter presents the findings and the discussion of 
findings of the study. 
4.1 Background information on the respondents 
The study sought to determine the background information of the respondents. The study sought 
to determine the gender, age, level of education and length of service in the organization. The 
results were as illustrated as follows;  
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4.1.1 Gender of the Respondents  
 
Figure 4.1: Gender of the Respondents  
Around 67.3 percent of the respondents were male whereas 32.7 were female in this research. 
Therefore, this is a clear indicator that the research was not gender specific.  
4.1.2 Age of the Respondents  
 
Figure 4.2: Age of the Respondents  
The findings on the age bracket of the respondents indicated that majority of the respondents 
41.81% were of age between 41-50 years, 34.55% were of age between 21-30 years, 20.91% 
were of age between 31-40years and 2.73% were of age below 21 years. This implies that study 
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collected data from aged respondents who were knowledgeable and understood what work stress 
entailed. 
4.1.3 Level of Education of the Respondents  
 
Figure 4.3: Level of Education of the Respondents 
The findings of the study on the level of education of the respondents indicated that 53.2% had 
bachelor’s degree, 37.7% masters and 9.1% had a diploma. These findings imply that the 
respondents were learned people and understood what the study required of them. 
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4.1.4 Length of Service of the Respondents  
 
The findings of the study on the type of occupation of the respondents indicated that 45% had 
worked for less than three years, 29.1% had worked for 3-5 years, 20% had worked for 5-10 
years, and 5.9% had worked for over ten years. These findings indicate that the study collected 
responses from employees who had considerable experience since they had spent more time 
working in the respective organizations.  
4.2 Descriptive Analysis of the Specific Information 
4.2.1 Physiological effects of stress and Employee Productivity   
The study sought to measure the impact of physiological effects of stress and employee 
productivity. The responses were recorded and grouped separately according to table 4.2; 
Table 4.2 Physiological effects of stress and Employee Productivity   
    SD D U A SA Total Mean %Mean 
Working under pressure is a 
major cause of insomnia 
among employees 
F 0 2 30 51 81 164 4.30 86.0 
% 0 
0.9 18.2 31.4 49.5 100 
    
Improper management of 
hypertension  among 
F 3 7 75 47 72 164 4.06 81.2 
% 2.7 4.1 20.9 28.6 43.6 100     
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employees affects 
organizational productivity  
Work relate pressure leads to 
stress and frustration among 
employees 
F 3 1 38 48 71 164 4.08 81.6 
% 
2.7 1.8 23.2 29.1 43.2 100 
    
 
The findings on the effect of physiological effects of stress and employee productivity indicated 
that 86.0% (mean=4.3) of the responses were of the opinion that working under pressure is a 
primary cause of insomnia among employees, 83% (mean=4.15) of the responses were of the 
idea that improper management of hypertension  among employees affects organizational 
productivity and 81.6% (mean=4.08) of the responses were of the opinion that the pressure from 
the organization leads to stress and frustration among employees.  
These findings indicated that majority of the responses were of the opinion that that pressure 
from the management and organizational needs was the cause of their stress. This could be 
because stress can be brought about by pressures at work. Employers do not protect their workers 
from stress arising outside and within the workplace.This leads to employees experiencing hard 
conditions in the place and at the same time lack someone so they can talk to relieve their stress. 
They lack people to talk to majorly because many organizations do not adhere international labor 
rules which prompt organizations to come up with stress management policies in their 
organizations. Such policies are very instrumental since they serve as a morale booster among 
the employees and also increase productivity and profitability of an organization. However, 
many organizations haven’t established such hence enough education should be spread on the 
importance of such policies to both the organization and the employees. 
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4.2 Psychological effects of stress and Employee Productivity  
The study aimed to come up with some of the psychological effects of stress and employee 
productivity. The results were illustrated in table 4.2;  
Table 4.2: Psychological effects of stress and Employee Productivity  
Statements    SD D U A SA Total  Mean %Mean 
Inadequate effective 
organization planning and 
coordination leads to mental 
stress 
F 0 2 65 50 48 164 3.88 77.6 
% 0 
0.9 39.5 30.5 29.1 100 
    
The contradictory demands 
of the employer, employee 
and consumers can cause 
burn out.  
F 6 4 75 38 43 164 3.67 73.4 
% 
3.6 1.4 45.5 23.2 26.4 100 
    
Environmental pressure is a 
factor that causes 
psychological stress among 
employees 
F 3 6 64 40 51 164 3.79 75.8 
% 
1.8 3.6 39.1 24.5 30.9 100 
    
 
The findings on the effect of psychological effects of stress and employee productivity indicated 
that 77.8% (mean=3.89) of the responses were of the opinion that lack of effective organization 
planning and coordination leads to mental stress; 77.6% (mean=3.88) of the responses were of 
the opinion that the conflicting demands of the three elements in the organization (employer, 
employee, and consumers) could cause burn out; 75.8% (mean=3.79) of the responses were of 
the opinion that environmental pressure is a factor that causes psychological stress among 
employees.  
These findings indicated that majority of the responses were of the opinion that lack of sufficient 
organization planning and coordination leads to stress.  For this reason, it is clear that stress is 
both dynamic and complex and hence various strategies should be put in place to understand it. 
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When an organization is hit with employee stress, the overall performance diminishes and so 
does its profitability. To avoid this, the management and the whole executive should focus on 
how to efficiently and immediately deal with stress when it affects any of their human resources. 
It is evident that dealing with work-related stress is essential since stress is amongst the primary 
factors since it endangers an organization from facing decline to its growth.  The drop usually 
happens since organizational growth solely relies on employee performance and when the 
employee population is stress and ineffective, such growth may be hard to come by. 
Additionally, a stresses employee population is not only less motivated, but it forms the highest 
number of absenteeism in the workplace.  In the end, the organization may face the risk of 
closing down due to a factor which if managed efficiently, cannot be easily solved.  
4.3 Behavioral effects of stress on Employee Productivity   
The study also sought to determine the behavioral effects of stress on employee productivity. 
The results were analyzed and illustrated in table 4.3; 
Table 4.3: Behavioral effects of stress on Employee Productivity   
 Statements    SD D U A SA Total  Mean %Mean 
Family pressure can affect 
employee productivity 
adversely 
F  0 3 28 73 60 164 4.16 83.2 
%  0 
1.8 16.8 44.5 36.8 100 
    
Extreme workload and working 
for extra hours or overnight 
affect employees’ productivity 
negatively 
F 4 5 42 42 71 164 4.03 80.6 
% 
2.7 3.2 25.5 25.5 43.2 100 
    
Stress delays effective 
performance of tasks by the 
employees. 
F  0 4 38 43 78 164 4.17 83.4 
% 
 0 2.7 23.2 26.4 47.7 100 
    
 
The findings on the behavioural effects of stress on employee productivity indicated that 83.4% 
(mean=4.17) of the responses were of the opinion that stress hinders adequate performance of 
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duties by the employees; 83.2% (mean=4.16) of the responses were of the opinion that stress 
from family life could have adverse effect on employee productivity while 80.6% (mean=4.03) 
of the responses were of the opinion that doing extra work and working spare time can badly 
affect employees productivity 
These findings indicated that majority of the responses were of the belief that stress hinders the 
efficient performance of duties by the employees. This shows that the expectation of workplace 
performance is not decreasing. In any case, it is increasing, and the cost  is employees having to 
work for more hours and the number of tasks increasing so as the employees can put up with the 
changing organizational needs.  
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CHAPTER FIVE 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
5.1 Introduction  
The main aim of the research was to establish the effect of stress on employee productivity in 
government parastatals in Eldoret town, Kenya. The study objectives were to; examine the 
impact of physiological effects of stress on employee productivity in government parastatals; 
determine the effect of psychological effects of stress on employee productivity in government 
parastatals and to establish the impact of stress management on employee productivity in 
government parastatals in Eldoret town, Kenya. This chapter presents the summary, conclusions, 
and recommendations.  
5.2 Summary of Findings  
The findings on the effect of physiological effects of stress and employee productivity indicated 
that 86.0% (mean=4.3) of the responses were of the opinion that working under pressure is a 
primary cause of insomnia among employees, 83% (mean=4.15) of the responses were of the 
opinion that improper management of hypertension  among employees affects organizational 
productivity and 81.6% (mean=4.08) of the responses were of the opinion that the pressure from 
the organization leads to stress and frustration among employees.  
The findings on the effect of psychological effects of stress and employee productivity indicated 
that 77.8% (mean=3.89) of the responses were of the opinion that lack of adequate organization 
planning and coordination leads to stress; 77.6% (mean=3.88) of the responses were of the 
opinion that The conflicting demands of the three elements in the organization (employer, 
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employee, and consumers) could cause stress; 75.8% (mean=3.79) of the responses were of the 
opinion that pressure from the environment could cause stress among the employees.  
The findings on the behavioural effects of stress on employee productivity indicated that 83.4% 
(mean=4.17) of the responses were of the opinion that stress hinders efficient performance of 
duties by the employees; 83.2% (mean=4.16) of the responses were of the opinion that family 
pressure could severely affect an employee productivity while 80.6% (mean=4.03) of the 
responses were of the idea that doing more work and working overtime can severely jeopardize 
an employee productivity. 
5.3 Conclusions  
 The study made various conclusions at the end of the research. To begin, the most critical 
effect identified with stress is decreased employee productivity.  The majorly happens when the 
primary cause of stress is work-related. Many are times that stressed employees direct their 
energy towards the issue that is stressing them instead of focusing on various tasks that they 
should conduct in the workplace. Stress is also known to lessen mental capabilities of workers 
hence they are less innovative, and the overall effect is decreased growth in the organization. 
Stress is also associated with time-wasting especially since the workers spend most of their time 
contemplating the issues disturbing them instead of channeling the time in critical work-related 
duties. With such factors in place the, the capabilities of the employees are lessened and sooner 
than later they are unable to cater with the changing business climate and competitiveness.  
In essence, the fundamental principle in any organization is minimizing costs and maximizing 
output. Even though this is true and should be the fundamental goal of any organization, the 
workers shouldn’t be the opportunity cost foregone or sacrifice to achieve it. In any case, the 
employees should be part and parcel of this vital employee goal.  If employees are stressed and 
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put under much pressure to achieve specific objectives, the effect will be otherwise since they 
won’t be mentally and physically set to perform them.  Therefore, in the long run, the 
organization will face decreased productivity and losses which is unprecedented. Organizations 
should be mindful that in any institution, a given number of employee suffer or are likely to 
suffer from stress. Therefore, they should come up with adequate measures to address it as a 
whole and not individually. 
In any case, the employees should also be willing to collaboratively work with the executive 
when coming up with such measures., This may involve offering suggestions on the best 
methods that can help in dealing with stress in the organization. Additionally, the employees 
should be encouraged to speak up whenever faced with such predicaments so that they can be 
able to get help. Involving employees in making such decisions is of the essence since they will 
want to be actively engaged in implementations since they were part of decision making.   
5.4 Recommendations  
This study therefore recommends 
The management should view stress as a significant workplace issue or problem hence actively 
come up with various measures that can help in reducing it. This might prompt the executive to 
come fund research programs which will make the organization understand the issue well.  
The management should be friendly and approachable by the employees hence creating an 
environment when an employee can comfortably converse with the administration on issues 
disturbing them. 
The supervisors must understand each employee well. In this case, they should know every 
employee capability to avoid issuing employees task that they cannot be able to perform.  
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Lastly, the organizations should always make sure that employees feel appreciated and cared for 
and this could be done through promotions and rewards. 
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APPENDICES  
APPENDIX I: INTRODUCTORY LETTER 
Dear Respondent  
Re: Data Collection for Research Project  
I am a student of the Management University of Africa conducting research in partial fulfillment 
of the requirement for the award of Bachelors’ Degree of Commerce. The subject of my research 
is  how  stress influence employee productivity among parastatals in Eldoret Town. 
I am humbly requesting your assistance in this study by providing answers to the questions on 
the attached questionnaire. Please be assured that the entire information provided will be treated 
with confidentiality and will be used for academic purposes only. 
Your assistance will be highly appreciated. 
Yours faithfully, 
__________________ 
Yuanita Wadede 
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APPENDIX II: QUESTIONNAIRE 
The questionnaire consists two sections A and B., Please answer each question by writing in the 
spaces provided or tick (√) against each box. The information provided will be used for the 
purpose of this research only; therefore, avoid writing your name on the answer sheet. Please 
note that there your participance is highly appreciated.  
Questionnaire section A: Personal Information 
Section A: Personal Information  
1. What is your gender? 
Male    [  ] 
Female [  ] 
2. Where does your age fall within? 
0-20     [  ] 
10-20   [  ] 
21-30   [  ] 
31-40   [  ] 
41-50   [  ] 
50 and above [  ] 
3. Which level of education have you reached?  
       Certificate level       [  ]         Diploma level         [  ]   Degree level             [  ]   
Masters level            [  ] 
1. How long have you worked here?  
                        3 years and below 
                        3 – 5 years 
                        5 – 10 years 
 
 
 
50 
 
                         10 years and above 
SECTION B: Specific Information 
5. Kindly rate the extent to which you agree with the following statements on the effect of 
physiological effects of stress on employee productivity? 
SA: Strongly Agree, A: Agree, UD: undecided, D: Disagree, SD: Strongly Disagree 
 
6. Kindly rate the extent to which you agree with the following statements on the effect of causes 
on employee productivity? 
SA: Strongly Agree, A: Agree, UD: undecided, D: Disagree, SD: Strongly Disagree 
Statement SA A UD D SD 
Working under pressure is a major cause of insomnia 
among employees 
     
Inappropriate management of hypertension among 
workers influence the overall productivity of the 
organization.   
     
Work related pressure leads to stress among employees.       
Statement SA A UD D SD 
Lack of operational organization planning and 
coordination leads to stress 
     
The conflicting demands the consumer, employee and      
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7. Kindly rate the extent to which you agree with the following statements on the effect of work 
\stress on employee productivity? 
SA: Strongly Agree, A: Agree, UD: undecided, D: Disagree, SD: Strongly Disagree 
 
the employer cause stress.  
Environmental pressure is a factor that leads to stress 
among employees un an instituion. 
     
Statement SA A UD D SD 
Family pressure can affect employee productivity 
negatively.  
     
Extreme work load and working for extra hours or affects 
employees’ productivity negatively.  
     
Stress delays effective performance of duties by the 
employees. 
     
